Information concerning occupational commitment and career satisfaction of dentists in India is incomplete.
INTRODUCTION
occurs when individuals do not adapt, are not motivated and cannot find alternative jobs. Therefore, they do not leave the trench (organization or profession) where they feel protected (Scheible & Bastos 2013) . [19] Carson and Carson (1995) [20] Carson, Carson and Bedeian (1995) [23] stated the symptoms of entrenchment may include social stigma associated with career withdrawal; fear that age and skillspecificity will limit employability; unwillingness to give up the stature acquired in current occupation; and scepticism about future earning ability. With no alternatives, the employees' freezes in their current occupation and thus becomes entrenched. Carson, Phillips and Roe (1996) [24] on the basis of two constructs i.e. career entrenchment and career satisfaction, categorized individuals into four domains viz. entrapped, contended immobile, career changer and voluntary careerist. Entrapped are individuals who score high on career entrenchment and low on career satisfaction. Contended immobile are those who score high on both the constructs. Career changers are those individuals who score low on both the constructs. Voluntary careerists are individuals who score low on career entrenchment and high on career satisfaction.
OCCUPATIONAL COMMITMENT
Occupational commitment refers to the "psychological link between an individual and his/her occupation that is based on affective reaction to that occupation" (Lee, Carswell & Allen 2000) . [25] Goswami, Mathew and Chadha (2007) [26] 
CAREER SATISFACTION
Career satisfaction is the satisfaction that individual derives from the intrinsic and extrinsic aspects of their careers, including pay, advancement, and developmental opportunities (Greenhaus, Parasuraman, & Wormley 1990) .
[38] It implies doing a job one enjoys, doing it well and being rewarded for one's efforts (Brikend 2011 • Ha1: There is a significant negative relationship between extrinsic rewards and career entrenchment such that dentists with high extrinsic rewards will experience less entrenchment.
• Ha2: There is a significant positive relationship between extrinsic rewards occupational commitment (affective commitment and normative commitment) such that dentists with high extrinsic rewards will experience higher occupational commitment.
• Ha3: There is a significant positive relationship between occupational commitment and career satisfaction.
• Ha4: There is a significant negative relationship between career entrenchment and career satisfaction.
• On the basis of the above literature and formulated hypotheses, the hypothetical framework for the study is as under:
Occupational Commitment
Extrinsic Rewards Career Satisfaction Career Entrenchment

METHODS
PARTICIPANTS AND PROCEDURES
The questionnaire-based survey was conducted during April 2018 and May 2018. The study was conducted among two private dental hospitals of Udaipur city, India. The final respondents were selected using convenience and judgment sampling techniques. A total of 102 dental practitioners were approached for participation in the study. A total of 85 dentists completed the questionnaire for a response rate of 83 per cent. Of the total respondents percent (n=48) 56 per cent were male and 44 per cent (n=37) were female. The age of the respondents ranged from 23 to 56 years and a mean age of 35±7.7. 54 per cent respondents had been employed in their current jobs for less than 10 years and 46 had been in the same job for more than 10 years. The data thus collected have been analyzed with the help of SPSS 21 using descriptive and inferential statistics.
MEASURES
Career entrenchment: To gauge career entrenchment, scale developed by Carson, Carson and Bedeian (1995) [57] was used. The scale is a 12-item multi-dimensional instrument. It measures three dimensions of career entrenchment: career investments (4 items), emotional costs (4 items) and limitedness of career alternatives (4 items). The responses were recorded on a five-point scale (1= strongly disagree to 5= strongly agree).
Occupational commitment:
Occupational commitment was measured using a scale developed by
Meyer, Allen and Smith (1993) .
[58] The scale comprises eighteen items rated on a five-point scale (1= strongly disagree to 5= strongly agree). It measures three form of occupational commitment: affective commitment (6 items), normative commitment (6 items) and continuance commitment (6 items). 
DATA ANALYSIS DESCRIPTIVE STATISTICS
Extrinsic Rewards: scores on extrinsic rewards (Table 2) ranged between 15 and 28. The mean score was found to be 21.34 and the standard deviation was reported as 2.88.
50% of the dentists scored below 22 and 50% scored above Career Satisfaction: scores on career satisfaction (Table 2) ranged between 6 and 20. The mean score was found to be 13.14 (3.51). 50% of the dentists scored below 13 and 50% score above 13. As per the quartile deviations, 25% of the respondents scored below the score of 10 and 25% scored between 16 and 20.
EXTRINSIC REWARDS, CAREER ENTRENCHMENT AND OCCUPATIONAL COMMITMENT
In order to find out the relationship between extrinsic rewards and career entrenchment and occupational commitment, Pearson correlation coefficient was employed and the results are shown in Table 3 . Extrinsic rewards was found to be significantly and negatively related with career entrenchment (r= -.36**, p<.01).
Furthermore, from the results of the table 3, extrinsic rewards were also found to be significantly and positively related with affective commitment (r=.48**, p<.01) and total occupational commitment (r= .37**, p<.01). However, no significant relationship was found between extrinsic rewards and normative commitment r=.02**, p=n.s.).
To test hypothesis Ha1 and Ha2, the respondents were classified into three groups (Table 4) One of the assumptions of the one-way ANOVA is that variances of the groups should be similar. in career entrenchment of dentists at various levels of extrinsic rewards. Since the groups were found to be significantly different, the post hoc test was employed to identify the pair of groups that contributed to significant differences. Table 8 shows the results of Games-Howell post hoc analysis. The details presented in the table revealed that the p-value between low and average and low and high groups was less than 0.05, implying that the mean scores between low and average and low and high groups differed significantly at the 5% level of significance.
However, the p-value for average and high groups was found to be greater than 0.05, implying that there were no significant differences among these groups. The results imply that career entrenchment differed significantly among dentist with low and average and low and high extrinsic rewards, however, does not differ significantly among dentists with average and high extrinsic rewards. As shown in Figure 1 , career entrenchment was highest among dentists with low extrinsic rewards, followed by dentists with average extrinsic rewards. Career entrenchment was least among dentists with high extrinsic rewards. Thus, hypothesis Ha1 was accepted.
For occupational commitment, from the results of Levene's
Test of Homogeneity of Variances, significance value was found to be greater than 0.05 (Table 5) . Thus, the assumption of homogeneity of variance was supported. Table 7 shows the results of ANOVA analysis. F values were found to be significant for occupational commitment (F=6.206, p<0.05). The results suggested significant differences in occupational commitment of dentists at low, average and high levels of extrinsic rewards. Since the groups were found to be significantly different, the post hoc test was employed to identify the pair of groups that contributed to significant differences. Table 9 shows the results of Tukey HSD post hoc analysis. The details presented in the table revealed that the p-value between low and high and average and high groups was less than 0.05, implying that the mean scores between low and high and average and high groups differed significantly at the 5% level of significance. However, the p-value for low and average groups was found to be greater than 0.05, implying that there were no significant differences among these groups. The results imply that occupational commitment differed significantly among dentists with low and average and low and high extrinsic rewards, however, does not differ significantly among dentists with average and high extrinsic rewards. As shown in Figure 2 , occupational commitment was highest among dentists with high extrinsic rewards, followed by dentists with average extrinsic rewards and dentists with low extrinsic rewards. Thus, hypothesis Ha2 was accepted.
CAREER ENTRENCHMENT AND OCCUPATIONAL COMMITMENT EFFECTS ON CAREER SATISFACTION
Multiple regression analysis was used to study the impact of career entrenchment and occupational commitment on career satisfaction. Based on the standardized coefficients of each of the independent variable, the impact on the dependent variable was assessed. From Table 10 , it was noted that Career Entrenchment (β=-.681) was more influential factor in explaining the career satisfaction of dentists. Occupational Commitment (β=.175) was also found to be a significant predictor of career satisfaction of dentists. The direction of variables was consistent with the prior expectations. As noted in were accepted. 
FIGURE 1: CAREER ENTRENCHMENT AT VARIED LEVELS OF EXTRINSIC REWARDS
LIMITATIONS AND RECOMMENDATIONS
The limitation of this study is its small sample size and the sampling technique used. This may limit the generalizability of the results. More studies can be carried out in the future with a larger sample size. Furthermore, the study only examined intrinsic rewards. Studies in the future should combine both intrinsic and extrinsic rewards and study their impact on dentists' overall satisfaction. A better understanding of these factors can help to optimise the dentistry profession. In addition, the study is cross-sectional design and therefore was unable to determine the relationship between the studied variables over a period of time. Therefore, it is recommended that such study is repeated in the form of a longitudinal research to determine the impact of rewards on career entrenchment, occupational commitment and overall career satisfaction.
In addition, the respondents of the study were from private hospitals only. Future research can be done on dentists working in public hospitals. A comparative study of public and private can also be undertaken. 
